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LIST OF FIGURES
The Training Cycle Organization do recognize the importance of proper training needs analysis in helping to plan for an effective annual training plan. Type of Organization sector had no effect on the way training needs analysis is being conducted. The outcome of the study offers practical understanding to human resource and training practitioners on how organizations implement their TNA and also this study provides knowledge on how TNA should be conducted and the variables that affect its effectiveness. Organization also may used this research to improve their current TNA process in order to manage their training function which can help to produce significant results in term of developing people for organization sustainability.
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INTRODUCTION
Introduction
This chapter explained the research outline of the study, which illustrates the background, problem statement, research objectives, research questions, significance of the study and the organization of remaining chapters.
Background
To train employees effectively is not an easy task. From a human capital theory perspective, training is an investment rather than viewed as a cost. Research claimed that training are an important factors that could facilitate an organization expansion, develop its potentials and enhance its profitability (Tharenou,1991) .Tung-Chun (2001) also agreed that educated and well-trained employees are a prerequisite for an organization's competitive advantage. In general, training refers to a planned effort by an organization to facilitate employee knowledge and skills that are critical for successful job performance (Noe, Hollenbeck, Gerhart, and Wright, 2008) .
There are several factors that Human Resource and Training practitioners must consider when designing or proposing training programs. These factors will determine whether transfer of learning actually occurs. One of the very important factors are the process of Training Needs Analysis (TNA). One of the conditions that would make training effective is how the training are approached at the beginning. This involves careful consideration regarding the accuracy of the identified "need" and the best way 1 to fulfill those "needs.,. If the "needs" are accurately identified using the right process, then the probability of success of the training is high. Training must be approached systematically in order to enjoy the benefits on training investment.
Systematic means that there are certain steps that organization need to take in managing training process. These steps begins with an identification of training needs, designing and developing an appropriate training solution, implementing the training and evaluating the training programs effectivene~s whether the original needs have been achieved. These steps are popularly known as the "training cycle" and many training researches agreed that these steps are necessary to ensure training effectiveness (Leat and Lovell, 1997).
Among the step in the training cycle is the identification of training needs or training need analysis {TNA) can be considered the most important steps in ensuring the effectiveness of the overall training process. This statement is made based on the emphasize placed by many training theorist on this step, who agreed that TNA must precede any type of training intervention (Wright, 1992; Anderson, 1999) . This opinion also share by Elbadri(200 1) which stated that as the first stage in the training cycle, TNA minimizes error possibly made in the training programs. There are two main issue of concern regarding TNA. The first is whether it is conducted before training is implemented. The second is the manner in which TNA process are conducted. The main focus of this study will be on the second issue.
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Even if organizations claimed they conducted TNA, the results of these analyses which they used in preparing their Annual Training Plan (A TP), would .oot be useful if they did not approach them properly (Bowman and Wilson, 2008) . According to (Wagonhurst, 2002 p.78 ) " inadequate needs assessment can result in inappropriate and inefficient interventions which could either have no impact or have a deleterious impact on the actual performance problem".
Both concerns above affect two parties; theorist and practitioners. Theorist supplies the theories and models on how to performed TNA so that organization can maximize the potential of their employees. Practitioners are the ones who decide whether the theories are actually useful in practice. If these theories are not practiced, it is a waste to both parties. For theorist, their work only appears on paper, but for practitioner, they might be practicing incorrect or ineffective approach to training which could hinder their organization competitive performance.
Problem Statement
The environment in which business operate today has changed dramatically compared to few decades ago. More companies are begins to realize that one way to ensure their business remain competitive is by constantly increasing the value of their people by improving their knowledge, skills and attitude. In order to do this, business should not only react when problem occurs, rather they should be more proactive, think of what they must possess in the future and be prepared well before their competitors.
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Training should focus on building individual and organizational capability so that it gives the organization the sustainable competitive advantage. Literature findings believed that to retain its competitive advantage through training activities, a proper
Training Needs Analysis (TNA) should be conducted (Anderson, 1999; Bowman and Wilson, 2008; Wagonhurst, 2002; Elbadri, 2001 ).
Presumably, many organizations ignore the importance of conducting proper TNA prior conducting training activities. As a results, there are many issue in relation to training effectiveness are questionable.
Therefore organizational training strategies must be aligned with organizational strategies in order for true benefits achieved in term of performance improvement.
There was evidence that training conducted in organizations was often not aligned with organization strategy, as the training needs were not properly assessed to detennined how such needs contributed to the overall achievements of organization strategic objectives (O'Driscoll and Taylor, 1992) . Correctly identified training and development needs of the organization will assist in the alignment of training with the organization strategy.
In relation to the above problem, this study meant to explore what are the current practices of TNA process implementation among manufacturing companies at Bayan Lepas Industrial Area. To explore organization contextual factors in relation to the proper conduct ofTNA.
Research Questions
In order to achieve the objectives mentioned above, this study will try to answer the following research questions Therefore this study hopefully can helps organizations to benchmark their current training need analysis approach and improve it accordingly.
7 Definition of Key Terms
For the purpose of this study, the following definitions were referred to specifically:
Training 6 "A planned process to modify attitude, knowledge and skills through learning experiences to achieve effective performance in an activity or range of activities. It purpose in the work situation is to develop the abilities of the individual and to satisfy the current and future needs of the organization" (Wilson, 1999 p.65)
Training Need Analysis
An ongoing process of gathering data to determine what training needs exist so that training can be developed to help the organization accomplish its objectives. (Brown,
2002)
Organization of Remaining Chapter.
This study is structured into five chapters. Chapter 1 presents the introduction, the background, problem statement, purpose, research questions, and significance of the study and definitions of term. Chapter 2 is used to present the literature reviews carried out for this study and describes the proposed research model, theoretical framework and hypotheses. Chapter 3 explains on the research methodology applied.
It includes a description of the respondents, the instruments used, data collection procedures, and data analysis. Chapter 4 describes the analysis of the data and testing of the hypotheses of the proposed framewok and the last chapter, Chapter 5, presents conclusions and implications of the research.
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CHAPTER2 LITERATURE REVIEW
Introduction
Employees are said to be the most valuable asset in an organization, and that an organization is only as good as its people (Ferdinand, 1988 Organization has been investing into training because they believe that it is a good thing to do. To enjoy the benefits on training investment, the training itself must first be approached systematically (Daniels, 2003).
The Importance of Training Needs Analysis
Systematic approach means the training process has at least four phases. These phases begin with needs analysis, designing and developing an appropriate training solution, delivering the training and evaluating on the training programs effectiveness whether Among the phases in the training cycle, the identification of training needs or training need analysis (TNA) can be considered the most important phase in ensuring the effectiveness of the overall training process. This statement is made based on the emphasize placed by many training theorist on this phase, who agrees that TNA must precede any type of training intervention (Wright, 1992; Anderson, 1999 Overall definition of TNA offered by researchers indicates clearly that TNA is done so that training identified by organization will enable them to achieve their strategic objectives. The purpose ofTNA is to ensure that objective of each training are aligned 
Approaches in Training Needs Analysis
Based on findings from previous researches, there are two main approaches are discuss with regards to training needs analysis. The first approaches are categorized as reactive approach which is more focusing on current performance gap problem in individuals. The second approach which is more forward looking are categorized as proactive approach. 
Reactive Approach
The traditional and common ways of looking at training needs are by focusing on a performance gap between current performance and expected performance. Referred as the reactive or mechanistic approach, it means that training is applies as the solution only when there is a gap in meeting current standard of performance.
This approach has received much criticism for its failure to link training needs of employees with organization strategic objectives (Anderson, 1994) . The event of organization reacting only when performance gaps grow or focusing only on present needs is no longer suitable in a rapidly changing business environment. Future needs and requirements which key to maintain organization survival and competitiveness are not taken into consideration. Anderson (1994) further explains that the major problem with focusing mainly on the job performance gap is that the concepts of 'job' are becoming increasingly irrelevant. According to him, by the time the identified needs were translated into a training program and delivered to the employees in need, the scope of needs and content of training were already outdated.
Proactive Approach
Due to some weakness in reactive approach, a newer approach of TNA which are more proactive has gained popularity, (Wright and Geroy, 1992 , Berger, 1993 , Wilson and Bowman, 2008 , (Hyland and Zheng, 2007) , (Daniels, 2003) and (Anderson, 1994) . For instance, Berger (1993), wrote about a TNA approach which he called the 'market-led' TNA and claimed it to be more suitable to the changes in the environment of organizations. The model started with an examination of business environment where key senior managers of an organization were asked to judge their organization's environmental stability based on their environment at present, and the environment five years in future. This first step required a lot of participation and cooperation from key senior management team in order to determine the organization position. The final step deals with the determination of the knowledge, skills and attitude needed to realize the necessary changes. Berger (1993), claimed that this approach was better than the traditional approach to TNA because it showed how changes at sub-units contributed to the overall changes of the whole organization, and lastly this approach yielded needs that were more responsive and future-oriented.
Anderson (1994), whom very supportive of this approach, further explains that training must be perceived as a proactive process which anticipates trends and future changes. According to Anderson ( 1994, p.24) , " a proactive approach unlike the deficit models, will actively seek out ways to help people further develop existing strengths and encourage them to improve both the quality of their contribution to the organization and their life at work."
Training needs analysis activity ideally should be more proactive than reactive.
According to Wright and Geroy (1992) , the ability to predict training needs is of paramount importance if training is to make a larger contribution to productivity.
They further stressed that, reactive approach should not be totally disregarded, but validate that there always will be a situation, even in strategically-driven organizations, to which the trainer must react. 
Training Needs Analysis Model
One of the earliest and most classical works to influence TNA and the field of training and development was written by McGehe and Thayer (1961) and (Goldstein, 1998) .
In their opinion, TNA was a research that had to be conducted in a systematic manner, and they rejected the use of any intuitive top management approaches in determining training needs. McGehe and Thayer (1961 ) , introduced the tripartite levels of the TNA model and this model has been a great influence to other subsequent models of TN A. The three levels are described as follows: 
Individual Analysis
The knowledge, skills and attitude for an employee to perform a job are determined in this level. This level is also known as person analysis. According to Noe et.al (2009), person analysis helps identify who needs training based on performance deficiencies that result from lack of knowledge, skills or attitude. In their argument, Leat and Lovell ( 1997) strongly stated that person analysis process should not only consider current training needs, but also should identify training and developmental strategies that will help the individual to achieve expected performance standards that are important to the organizational goals.
McGehe and Thayer proposed that all three levels were interrelated and Organization analysis served as an overarching umbrella cascading down to the lower levels.
Continuous efforts have been made to improve existing TNA models. Another level of analysis focusing on group needs was also added through the years in line with the growing emphasis of teamwork at the workplace. For instance, (Daniels, 2003) , believed that employees working in team required different training needs as compared to individual working alone. There are also a TNA model specifically developed for a company responsible for the management of other company's employee training and development, (Al-Khayyat, 1998) . In this case the clients are usually of the same industry, occasionally grouping together to minimize the cost of employee training and development. The strategic nature of TNA can also be based on the way in which level of analysis in TNA is structured. Many literatures has summarized that in order for training to be able to contribute to the achievement of organizational objectives, TNA must first start with organizational level of analysis.
According to Leat and Lovell (1997) , the need analysis at this level should explore area such as the goals of the organization, its vision, and mission and skills resources.
Furthermore they concluded that an examination of overall organization goals and objectives can display functional target that require changes in performance standards, thereby justified training involvement. In other words, organizational analysis provides a guide to determining what training is needed and to whom it should be offered to enable the organization achieve its objectives. There are many models on TNA found in literature. In general, almost all models are focusing the same level of analysis but with different names, but actually the interpretation is same. Therefore the TNA models that used in this study are summarized as to following diagram: Most training theorist and practitioners agree that systematic training process has four steps or phases; assessment or analysis, design and development, delivery or implementation and evaluation, (Elbadri, 2001 ) . Organization that adopting all four phases in managing their training function has an advantage to revise and monitor the outcome from each phase, (McClelland, 1993) . He further elaborates organization that only focusing on analyzing phases without considering other phases are not able to produced comprehensive needs analysis outcome.
Methods of Data Gathering
Methods of data collection refer to the instrument that analyst can use to collect data for conducting TNA (Anderson, 1994) . In general, methods for TNA can be divided into two broad categories according to the type of data were produced, which is Quantitative and Qualitative method. Examples of quantitative data collection method are questionnaires, performance appraisal form review, document review and skill test record. Normally, these methods are suitable when data needs to be collected from a large number of populations. Quantitative data are generally preferred by organization as it provides hard evidence regarding training needs (Daniels, 2003) . Qualitative data, on the other hand, emphasizes the 'soft' data, for instance interviews, focus group discussions, observation, brainstorming and assessment centers. Qualitative data normally used when analyst need to explore more in detail the data discovered quantitatively (Me Clelland, 1993 Therefore it is important that choices of method are properly considered. It is therefore suggested by literature that it is best to used more than one method in TNA process. To yield the most successful and reliable results, training needs analyst are advised to include both quantitative and qualitative data (Waganhun, 2002).
Level of Analysis in TNA process
As discussed above on TNA model, TNA processes are generally conducted in multiple levels. According to McGehe and Thayer ( 1961 ) , by including multiple level of analysis will yield better TNA results. 18 2.6.4 Strategic Alignment with Organizational Strategy TNA are conducted to improve organization performance through helping people to acquire the necessary knowledge, skills and attitude (Wright and Geroy, 1992) .
Ferdinard (1988), described TNA as a "rational process by which an organization determines how to develop or acquire the human skills it needs in order to achieve its business objectives". Therefore, the development of the training strategies must be in a holistic way, which involved integrating both business and individual needs (Ferdinard, 1988) , TNA results should be able to capture future efficiencies and align closely with organization operations and strategies ( Chiu et al. , 1999) . Johnson (1993), further stated that organizational training strategies must be aligned with organizational strategies in order for true payoff to be achieved in terms of asset utilization toward meeting the organization business results.
Involvement of Key Stakeholder
Based on literature, there are needs to gain more involvement and support from top management and other key stakeholders in training process in order to achieved best results (Elbadri, 2001 ). According to Tharenou (1997) , participation and involvement in conducting TNA process should not be delegated heavily to HR and Training personnel only. According to Wills (1994) , it is vital to involve stakeholders during the early stages of training process. He further clearly specifies that, managmg director, heads of departments and human resource manager are all important · stakeholders in the training process. Besides that, Johnson (1993, p.36) , also mentioned that "Managers and Supervisors must have input and be accountable for the training their people received".
2.1
Theoretical Framework
Based on the literature review, the key constructs in the model are depicted in Figure 
